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Preface

Preface by PIERRE HENRY

Pour la Solidarité has published a particularly relevant analysis concerning the
economic and social challenges inherent in the notion of “work-life balance” at
the European level.

As a company, Sodexo plays a central role in leveraging performance and well-
being by implementing human resources policies on a global scale in 80 coun-
tries around the world — including several European countries — where the
Group is present.

Based on its offer and strategic positioning, Sodexo is at the center of analysis
and action plans aimed at improving Daily Quality of Life for individuals,
whether it be company employees or the millions of people the Group serves
each day with service solutions.

In effect, Sodexo has developed a unique service solutions offer aimed at im-
proving Quality of Life in more than 33,000 sites around the world, including
companies, hospitals, schools and universities, prisons and remote sites on the
other side of the planet. In the eight client segments where we are present, our
380,000 employees offer our clients On-site Service Solutions and Motivation
Solutions which increase the well-being of the 50 million individuals we serve
and improve the performance of the companies and organizations that use
them.

This positioning is based on our conviction since the founding of the company
by Pierre Bellon in 1966: that Quality of Life contributes to the progress and
well-being of individuals and to the performance of organizations.

The economic situation today requires new reflexes from all those on the eco-
nomic scene. One of the most important changes evident today is the constant
quest for innovation. If the objectives fixed by the Treaty of Lisbon seem dif-
ficult to attain in the given timeframe, the challenges for reconciling “work-life
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Préface

balance” also present an incredible opportunity to define a new European so-
cial agenda, as this report highlights. Thus the different parties (companies, in-
stitutions, social partners...) should consider this challenge from a new angle,
that which creates value.

This is exactly what Pour la Solidarité is proposing through best practices and
concrete examples showing work/life reconciliation as a tool for growth and
competitiveness on both a micro and macro-economic scale as well as a real
factor for social cohesion. In terms of this last factor, it has been shown that
the development of personal services is clearly becoming a major asset in re-
juvenating the economy of the European Union. By taking a stand in the pub-
lic debate, enterprises in this sector, such as Sodexo, can develop services
which become an essential part of a real “culture” which reconciles “work-life
balance” on a European scale, a culture which makes Quality of Life a new
measure of wealth in our countries.

Pierre Henry

Sodexo, Group Chief Operating Officer, Chief Executive Officer Motivation
Solutions and Chief Executive Officer South America and Continental Europe,
On-site Service Solutions
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Executive summary

The European Union currently confronts several major challenges: a low birth
rate, an ageing population, a low rate of participation by women in the labour
market, evolving family patterns and slower growth. In seeking solutions to
overcome these obstacles, governments, social partners and companies have
developed innovative solutions to rethink and thus better reconcile, the rela-
tionship between professional and private life (referred to here as work-life
balance).

The European Commission indicates that « the possibility of reconciling work
life and private life depends as much on a modern organisation of work, com-
bining flexibility and security with regard to gender, as on the availability of
accessible, affordable and quality services ».!

Such measures:

— contribute to economic growth and the EU’s competitiveness by increas-
ing the participation of women and older workers in the labour market as well
as by creating possibilities for new jobs and the fulfilment of the zone’s full
economic potential;

—help solve demographic problems in Europe.2 The Commission notes the
difference between the number of children desired of 2.3 and the fertility rate
of 1.5 children per woman in Europe. Through work-life balance measures,
couples are able to have as many children as they would like;

—relate to issues of equality between generations and gender as well as, more
generally, the problem of social cohesion. Work-life balance is a factor of
social well-being and the ability to fight effectively against social exclusion.

1. European Commission, 2008, Report on gender equality.
2. The demographic future of Europe, from challenge to opportunity COM (2006) 571.
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Executive summary
Work-life balance as a means for growth and competitiveness

The development of measures for better work-life balance involves all eco-
nomic actors (government, companies and consumers) and can be regarded
as a means for growth and competitiveness at three levels, in that it enables:

— companies to improve their attractiveness
—adaptation to societal changes,
— creation of new means of generating economic growth.

With regard to the attractiveness of companies, development of management
tools for greater labour flexibility and a better work-life balance have benefi-
cial effects on the well-being of workers, including the reduction of stress and
disturbances between work and personal life. This contributes to greater re-
tention of workers, thereby reducing the costs of excessive employee turnover.

For example, in Northern Ireland, the newspaper "Irish News" has seen a 20%
reduction in employee turnover since the introduction of a range of work-life
balance policies, such as emergency leave with pay, compressed weekly work
schedules and an increase in allowances paid during maternity or paternity
leave.

Moreover, given changes in demographic trends (an ageing population, longer
life expectancy) and in society at large (increased participation of women in the
labour force, greater sharing of household responsibilities, increased num-
bers of single parent families, involvement of citizens in civil society...), it is im-
portant for companies to adapt to new realities. This includes maintaining
longer employment for older workers by adapting the work to age consider-
ations, helping to reduce the risk of an inadequate workforce to ensure eco-
nomic growth. As presented above, this type of approach also has an impact
in terms of productivity and attractiveness of companies.

Among existing tools to improve work-life balance, development of greater
flexibility in the organisation of work is one of the most efficient, with a wide
range of opportunities presenting a number of advantages, including reduc-
tions in overtime, absenteeism and delays related to transportation. Currently;,
a number of tools exist, implemented at the national or European levels:

— at the European level, the 1993 directive on working hours, which should
soon be revised, sets out minimum requirements on working hours and

[12



Executive summary

workplace health and safety, although with some exceptions. It guarantees
a certain harmonisation with regard to working hours within the EU. Fur-
thermore, a 1997 directive on part-time work, aimed at encourageing par-
ticipation by women in the labour force through improved work-life balance,
also can respond to the organisational needs of businesses. However, part-
time employment also can be a double-edged sword, as some companies use
it for atypical hours without offering the possibility of adjustments or with-
out giving a choice to their employees. In this case, it no longer serves as a
tool for promoting work-life balance but only for the internal flexibility within
the company.

—at the national level, flexibility measures that can be implemented depend,
in addition to labour law (including the general framework partly defined at
the European level), on the willingness of companies and on collective bar-
gaining agreements. Thus, different options can be offered, ranging from
the adjustment of work arrival and departure times to the provision of time
savings accounts (which allow employees to save time and money for use at
a future time) to compensation for accumulated hours to compressed work
weeks. In addition, the explosion in information and communications tech-
nologies (ICT) in recent years has opened new possibilities for encouraging
work-life balance, particularly with regard to telecommuting. However, al-
though all of these measures exist, they are still little used in Europe, with sig-
nificant differences from one country to another.

Finally, social and demographic changes imply new needs from a more active
clientele. Evolutions in the areas of migration and access to ICT, which require
the development of new, employment-generating services, need to be better
taken into account. These changes also generate new demands in terms of
personal services which involve "services that, on the basis of geographic
and / or relational proximity, meet collective or individual needs that are either
new or that are responded to inadequately at present’. 3 They have been widely
developed in recent years in Europe and play an important role in work-life bal-
ance by facilitating the daily life of workers. While a wide disparity in personal
services exists at present at the European level, whether in terms of the
provider (public, private, associations / another sector), of the level of gov-

3. National legislation regarding personal services - Toward a European approach, European
personal services network, 2009, a study coordinated by the European Think Tank Pour la So-
lidarité.
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ernment involvement or of the impact of cultural aspects on their develop-
ment, there also are a number of common issues: the impact of liberalisation
of services in Europe, for example, or the need to professionalise the sector.

Employment and equal opportunity as factors in social cohesion

In addition to its contribution to growth and competitiveness, work-life balance
has an impact on social cohesion, the second major component of European
strategy since the early 2000s. It is indeed a tool for:

—gender equality,
— generational equality,
—social protection and the fight against poverty and social exclusion.

Despite numerous initiatives, particularly at the European level, in favour of
greater gender equality, especially in terms of employment, major inequalities
persist at all levels.

In the professional sphere, part-time jobs are mostly occupied by women, who
are subject to disadvantages or even discrimination compared to men in terms
of career, salary or retirement. Similarly, in the private sphere, the division of
tasks remains unbalanced. However, the increase in female labour is both an
issue for economic growth and social cohesion for the future. Between 2000
and 2007, 14.6 million jobs were created, including 9.2 million for women al-
though the employment rate for women remains below that of men (58.8% ver-
sus 73.2% for the 15 to 64 age bracket). Moreover, it is clear that in countries
favouring work-life balance, more women with children work, demonstrating
the need for such policies. In particular, the establishment of special leave can
facilitate this balance, especially when children are born: in addition to parental
leave of three months and a minimum maternity leave of 14 weeks agreed to
with social partners at the European level in the 1990’s, certain European coun-
tries offer paternity leave (periods of parental leave for fathers only), adoption
leave and “filial” leave (for other family members who are dependent). While
these leave programmes encourage women's participation in the labour force,
they can only truly promote equality if they are taken more equally by men and
women, the latter currently being the main beneficiaries. Furthermore, the de-
velopment of personal services also can be a source for improved work-life bal-
ance and facilitate women's access to employment.

|14
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Regarding generational equity in the company, it will be of increasing interest
as the European population ages and has already become meaningful with in-
creased life expectancy and the prolongation of working careers. On the one
hand, retaining workers over 50 in the labour force can help sustain economic
growth while reducing the risk of poverty. On the other hand, these workers
increasingly face a double dependence: that of their older parents and that of
their children. Thus, measures to encourage work-life balance also are required
for this category of workers. On this point, the EU, which is not directly re-
sponsible, has already offered a number of measures, through communica-
tions regarding various EU programmes and experiments.

If, an important part of measures for improving work-life balance depends on
a proactive approach by companies, governments also have a crucial role to
play, especially in ensuring adequate social protection that is accessible to all.
However, in a number of countries, leave programmes do not provide suffi-
cient qualification for social benefits and there is not always protection against
dismissal in case of leave. It is especially through specific policies that public
authorities can act to change traditional patterns. These policies require the es-
tablishment of adequate funding, either through subsidies or through the
stimulation of demand.

The role of various actors in work-life balance policies

The implementation of measures for improved work-life balance is not the re-
sponsibility of a single actor; on the contrary it is a shared responsibility be-
tween European, national decision makers and private sector actors.

At the European level, EU institutions can provide an overall framework for ac-
tion and propose specific measures. This has the advantage of offering a lev-
elling at the top of the relevant rules in different Member States, thus limiting
the risks of social dumping that may emerge from differences that are too
great. For example, the Commission presented in October 2008 a “work-life
balance package" proposing various measures for a better balance. This pack-
age includes a general communication and two specific draft directives which
have not yet been adopted by the European Parliament. It may also set objec-
tives, such as with employment for women and childcare.

In addition to the European institutions, European social partners can play an
important role insofar as certain measures agreed by representatives of work-
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ers and employers may be directly transposed into EU directives and imple-
mented in Member States. This was notably the case for the directives on
parental leave or part-time work.

If European institutions and European social partners can play an important
role in work-life balance, the responsibility of Member States is the most im-
portant in terms of legislative matters, particularly in labour law and tax and
family policies. Similarly, fiscal leverage is primarily activated at the level of na-
tional governments. At present, the differences from one country to another
are significant and the objectives are not always the same (higher fertility, bal-
anced division of labour between men and women, fight against poverty ...).
The weighting of social models in this case is particularly important. In Europe,
there are 4: the Nordic model (support for young children), the Anglo-Saxon
model (flexibility of the labour market to enable professional mobility), the
Southern model (a deficit of policies) and others (significant public assistance
and choice of work or suspension of work left to families). Similarly, the in-
volvement of public authorities in access to household services plays a sig-
nificant role in women's access to the labour market.

Finally, at the end of the chain are companies, responsible for implementing
the rules adopted at the national and European levels. Overall, they develop
very different actions, depending on the country in which they operate, the in-
stitutional context, collective bargaining agreements, their size, their internal
willingness, etc. Also, some measures proposed by public authorities, partic-
ularly with regard to taxation, provide non-mandatory incentives. Thus, some
companies choose to offer their employees in-kind benefits, such as a com-
pany nursery, childcare, concierge services or the establishment of a cafeteria.
Regarding the organisation of working hours, again the possibilities are broad
and depend largely on the choice of internal management.

Several questions arise, which will only be answered in the coming years and
are the responsibility of the new European Commission and the new Euro-
pean Parliament. In particular, solutions are needed for a number of texts
blocked during previous legislatures, such as the directive on work hours or
the lengthening of the duration of maternity leave. Similarly, application of
the directive on the liberalisation of services, implemented in Europe in late
2009 or early 2010 depending on the country, could raise a number of chal-
lenges. Finally, new directions for the next 10 years will be taken through a re-
newed Lisbon Strategy, a new roadmap for gender equality and a new
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European Social Agenda. The various issues related to work-life balance should
not be forgotten, as much as for their own importance as for the competitive-
ness of enterprises and the well-being of European citizens.
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Introduction

The European Union currently confronts several major challenges: a low birth
rate, an ageing population, a low rate of participation by women in the labour
market, evolving family patterns and slower growth. In seeking solutions to
overcome these obstacles, governments, social partners and companies have
developed innovative solutions to rethink, and thus better reconcile, the rela-
tionship between professional and private life.

These measures:

— contribute to economic growth and the EU’s competitiveness by increas-
ing the participation of women and seniors in the labour market as well as
by creating new jobs and improving the attractiveness of markets;

—help in solving demographic problems in Europe.* The Commission notes
the difference between the number of children desired of 2.3 and the fertil-
ity rate of 1.5 children per woman in Europe. Through work-life balance
measures, couples are able to have as many children as they would like;

—relate to issues of equality between generations and gender as well as, more
generally, the problem of social cohesion. Work-life balance is a factor of so-
cial well-being and the ability to fight effectively against social exclusion.

Throughout this study, we will demonstrate the contributions of these meas-
ures in facilitating life harmonisation for employees. We also will present best
practices developed in the area of work-life balance. But before going further
in our analysis, it is interesting to consider the expressions used to describe
these measures. Each is connoted differently, depending on the aspect one
chooses to emphasise. Thus, in French, one can find expressions such as "rec-

onciliation of professional and private life”, "reconciling work and family life"
or "reconciliation of life at and outside of work”. This last expression, being the

4.The demographic future of Europe, from challenge to opportunity COM (2006) 571.
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Introduction

most neutral, will be used throughout the study [note: the English version of
this document uses the expression “work-life balance”.] It is also interesting to
examine the translation of this term in different EU countries:

—in English, the phrase is "work-life balance”. The opposition of "life" and "work"
suggests that life happens outside of work;

—In German, the term is "Vereinbarkeit von Familie und Beruf" (compatibility
of family and work), although the term "Vereinbarkeit von Berufs-, Privat-
und Familienleben” (compatibility of working life, private life and family life)
also exists. This indicates that work-life balance policies are intended to in-
volve measures relative to family life;

—In many other European countries we find a term similar to the French prac-
tice of "balance of work life and private life" as in Spain where it is expressed
as "equilibrio entre trabajo y vida personal” or in Italy "equilibrio tra lavoro e
vita privata”.

How do work-life balance policies produce results?

The European Commission indicates that "the possibility of reconciling work life
and private life depends as much on a modern organisation of work, combin-
ing flexibility and security with regard to gender, as on the availability of acces-
sible, affordable and quality services’.> The British government underlines:
“Work-life balance isn't only about families and childcare; nor is it about work-
ing less; its about working ‘smart’; about being fresh enough to give all you need
to both work and home, without jeopardizing one for the other; and its a ne-
cessity for everyone, at whatever your stage in life’. 6

As noted by the Commission, it thus occurs through "a modern organisation
of work, combining flexibility and security”, which recalls the current debate
around the concept of flexicurity.” "Flexicurity can be defined as an integrated
strategy to simultaneously improve flexibility and security on the labour mar-
ket. Flexibility is about successful life changes ("transitions"): between education
and the world of work, between jobs, between unemployment or inactivity and
work, between work and retivement. [...] Flexibility is also the organisation of

5. European Commission, 2008, Report on gender equality.
6. Department of Trade and Industry, 2001, The Essential Guide to Work-Life Balance.
7. European Commission Communication, 2008, “Toward common principles of flexicurity:

The greatest number and best quality jobs in combining flexibility and security”, COM (2007)
XXX.
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work that enables rapid and effective response to new needs, in terms of pro-
duction and mastery of new skills, and the facilitating of the reconciliation of pro-
fessional and private responsibilities.

Security, on the other hand, is more than the assurance of keeping a job. It is
about providing people with skills to advance in their careers and to help them
find a new job. It also involves unemployment compensation benefits adapted
to facilitate transitions. Finally, it also includes training opportunities for all work-
ers (especially unskilled and older workers) .

Flexicurity is from this point of view the common foundation of ideas for mod-
ernising European labour markets. It seeks to link the needs of employees with
those of companies in an evolutionary perspective. It promotes:

—flexible and reliable contractual arrangements (from the perspective of both
employers and workers —both current workers and those outside the labour
force) in the context of labour law, collective bargaining agreements and a
modern organisation of work;

- comprehensive strategies for lifelong learning to ensure adaptability and an
aptitude for permanent employment among workers, particularly the most
vulnerable;

—active labour market policies allowing individuals to cope with rapid change,
to reduce the length of unemployment and ease transitions to new jobs;

—modern social security systems that provide adequate income support, en-
courage employment and facilitate mobility in the labour market. This re-
quires a wide range of welfare benefits (unemployment benefits, pensions
and health care) that enable individuals to balance their work and their pri-
vate and family responsibilities such as childcare.

The contributions of policies reconciling professional and private life with re-
gard to the modernisation of work are also linked to the Lisbon Strategy.
Launched in 2000 by the European Council, it seeks to respond to the prob-
lems cited above and to make the EU the most competitive economy in the
world with an objective of achieving full employment by 2010.

This strategy is based on three pillars:
—economic, in promoting investment in research and development;

—social, in modernising the European social model;
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— environmental (while taking into account sustainable development in the
two previous pillars).

The Lisbhon Strategy is based on the “open method of coordination” which cre-
ates a framework for cooperation between Member States to achieve conver-
gence of national policies to achieve certain shared goals.® This means that
Member States must achieve goals they have determined in common, but that
they are completely free in the choice of the tools with which to reach them.

However, the EU is currently in an economic crisis and the Member States are
far from having attained their goals. The Lisbon Strategy is coming to an end
in 2010 and must be redefined by Member States beginning of January 2010,
especially with regard to these new elements.

One also could be concerned that the current economic crisis would result in
reduced investment, especially by companies that lack resources and there-
fore are less involved in ensuring work-life balance. However, there is no dis-
engagement on their part in the face of these difficulties. This means they
recognise that work-life balance measures have the potential to generate
growth, competitiveness and social cohesion and represent a vital asset in the
current context.

To better understand the contribution of policies to improved work-life bal-
ance, in light of the current context and with a perspective of growth and so-
cial cohesion, it may be interesting to analyse them from three primary
perspectives:

— growth and competitiveness;
—improvements in the quality of life and social cohesion;

—the influence of economic agents on these issues.

8. The OMC takes place in areas falling within the competence of Member States such as em-
ployment, social protection, social inclusion, education, youth and training.

It is based primarily on:

- identifying and defining common objectives to be met (adopted by the Council);

- commonly defined measuring instruments (statistics, indicators, guidelines)

- benchmarking comparing the performance of Member States and exchanging best practices
(monitoring conducted by the Commission);

Depending on the area, the OMC involves measures that are more or less binding for Member
States, but never take the form of directives, regulations or decisions.

|22



Part 1: Work-life balance as a means for
growth and competitiveness®

Reconciliation policies have many benefits for both employees and em-
ployers. By setting up an organisation of work that is more modern and flex-
ible, they can improve a company’s productivity as well its attractiveness,
either vis-a-vis employees or consumers.

Moreover, to facilitate the course of various moments in the lives of their
employees, companies and institutions can make available a range of serv-
ices that also promote the emergence of new sectors that help foster sus-
tainable growth.

23|






Work-life balance as a means for growth and competitiveness

) Improving the attractiveness of
companies

Work-life balance policies should be considered a worthwhile investment by
companies as a means to improve their attractiveness and productivity. How?

By facilitating the course of various moments of life, these policies promote
employee well-being, reducing stress and disruptions of work on private life
and vice versa. As a result, employees are more engaged in their professional
activity.

These policies improve not only the company’s productivity, but also its at-
tractiveness. By enabling a smoother transition between work life and private
and family life, as well as providing a quality work environment, these com-
panies present undeniable advantages for their employees. It is easier to at-
tract and retain a wide breadth of employees, particularly skilled workers.
These companies experience less employee turnover, which lowers recruit-
ment and training costs. By allowing greater flexibility in the workplace, the in-
cidence of absenteeism and lateness for work also are reduced.

Implementing these policies also provides benefits in terms of the company’s
image with clients. In developing innovative human resource policies that truly
take “humans” into account, the company’s reputation is improved, which can
have a positive effect on sales. Labels or seals also have been created by gov-
ernments to highlight these efforts with consumers. These include the "career
and family audit” in Germany and the quality label!® or equality label in
France.!!

9. See particularly the report by INED, "How can employers help their employees balance work
and family?" explaining why French companies implement reconciliation policies.

10. For the quality label, one of the three assessment criteria is implementation of reconcilia-
tion policies.

11. Companies face work-life balance: a comparison between Germany and France (June 2008).
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A study conducted in Germany also sought to show that implementation of
work-life balance policies can improve company overall performance. "Re-
search commissioned by the Ministry of Families conducted by the Prognos re-
search institute concludes that the introduction of work-family measures
provides companies with a return on investment of 125% (Prognos AG, 2003).
According to this research, the measures adopted by companies can save 50%
of the costs incurred by the absence of attention to the family constraints of em-
ployees’.'? Although the results can be discussed, particularly the methodol-
ogy (there is wide variation among companies depending on industry sector
and company size), it nevertheless attracted companies’ attention. Above all,
the study shows that work-life balance policies are a factor in economic effi-
ciency capable of generating significant returns on investment.

Moore and Smalley: productivity gains from work-life balance
measures (United Kingdom)

Moore and Smalley is an independent company providing accounting and
business consulting services.

The company has implemented a pilot project regarding part-time work
performed outside the company premises. The programme has greatly
improved customer service and staff motivation and reduced absen-
teeism.

How? Flexible work hours were introduced in the business tax department
with a fixed schedule of work from 10:00 to 12:00 in the morning and
from 2:00 to 4:00 in the afternoon, with the remaining hours flexible. In ad-
dition, overtime hours worked during busy activity periods are recorded
and can be carried over as additional leave time.

The benefits of these measures were quickly observed. The staff is more
readily agreeable to work overtime when necessary. Work hours are spread
across a broader schedule providing increased customer service outside
normal working hours. Lost work hours (due to medical appointments,
for example) were significantly reduced.

12.Tbid.
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Work-life balance as a means for growth and competitiveness

During the pilot project, staff turnover in terms of attrition was reduced
by half, from 15% to 7.5%. The proportion of days lost due to short-term
absence or illness decreased from 3.5% to 2.3%.

www.worklifebalance.ie
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Il) Adapting to changes in society

Work-life balance policies are also necessary tools for companies to adapt to
societal changes. This concerns first of all the demographics of the EU and its
economic consequences. As stated in a Commission Communication on the
demographic future of the EU, "the total population of the EU-25 will fall slightly,
but will become much older. Economically, the main change involves the work-
ing age population (aged 15 to 64 years) which will decrease by 48 million by
2050. The dependency ratio (the number of people aged 65 and older relative
to those aged 15 to 64 years) is expected to double to reach 51% by 2050, mean-
ing that the EU will go from four to only two working age people for each citi-
zen aged 65 and older’. The Commission adds that the ageing of the
population could have an impact on European growth: the rate of economic
growth could decline, as a result of the reduction in the working age popula-
tion, by 2.4% over the period 2004 to 2010 and by 1.2% over the period 2030
to 2050.

Projected dependency ratio to 2060 in EU 2713
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Source: Eurostat, EUROPOP2008 convergence scenario

13. Ageing characterises the demographic perspectives of the European societies - Issue num-
ber 72/2008 , Konstantinos Giannakouris, Eurostat, Collection “statistics in brief”, 26/08/08
(http://tinyurl.com/y8prkqv)
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Work-life balance as a means for growth and competitiveness

Projected evolution of age pyramid in the EU 27 to 20604

Source: Eurostat, EUROPOP2008 convergence scenario

These policies enable work to be adapted in function of the age of workers.
With increasing healthy life expectancy, they help keep employees older than
50 working, thus maintaining a workforce sufficient to sustain economic
growth in Europe. In addition, it has been seen that allowing parents to have
as many children as they want can help promote demographic renewal in Eu-
rope.

Also observed in recent years are changing family patterns and the re-distrib-
ution of tasks between the couple. A greater proportion of women work, men
are more likely to take time for family life and the number of single parent fam-
ilies is increasing. Companies are therefore faced with a growing number of re-
quests from employees to better reconcile work and family life.

Finally beyond demographic trends, companies must also meet the growing
desire of people to become involved in civil society. As mentioned in the in-
troduction, the EU is currently thinking about modernising the labour market,

14. Ageing characterises the demographic perspectives of the European societies - [ssue num-
ber 72/2008 , Konstantinos Giannakouris, Eurostat, Collection “statistics en brief”, 26/08/08
(http://tinyurl.com/y8prkqv)
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in line with the principles of flexicurity. This encourages employees to consider
a career from a more dynamic perspective, combining periods of work and life-
long training.® The training "refers to all forms of education,'¢ educational and
vocational training, non-formal education and informal learning undertaken
throughout life in a personal, civic, social and / or professional context, leading
to improved knowledge, skills and competencies’\” Here, work-life balance poli-
cies enable the value of experience acquired by employees outside the work-
place or formal training programmes to be recognised.

School vouchers (Cheques Escolar) with the Regional Board of Ed-
ucation of the Community of Madrid

With a budget of 28 million euros, the Regional Board of Education of the
Community of Madrid provides assistance to more than 25,000 families
with children under 3 years old for enrollment in private schools. The net-
work consists of 800 private childcare centers.

Specifically, parents receive a book of 11 vouchers for an amount between
95 and 160 euros which they remit each month to an approved childcare
center.

15. On this subject see, "The development and validation of non-formal and informal experi-
ence: a solution for the European labor market?" published by the european Think Tank Pour
la Solidarité; which focuses on recognition of professional and non-professional experience as
part of the revitalisation of the European labor market.

Within the context of actions of European institutions, the implementation of the "open method
of coordination” in the areas of training and education has enabled the setting of common ob-
jectives before achievement by Member States, including in the Education and Training 2010
programme.

16.There are three types of education that provide experience to the worker:

- Formal education generally takes place in schools, universities or training institutions and
leads to a diploma or certificate.

- Non-formal education includes free adult education through study groups, projects or dis-
cussion groups. They advance at their own pace and do not include an examination at the end
of the programme.

- Informal education is present everywhere: in families, in the workplace, in NGOs or in the-
ater groups. It may also refer to activities performed at home, like reading a book. This third
type of education should not be overlooked with, in particular, improved access to culture and
increased volunteerism and participation in civil society.

17. http://ec.europa.eu/education/programmes/llp/guide/glossary_fr.html
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Training vouchers in the Flemish region and with Forem (Regional
Office of Training and Employment) in Wallonia

In Belgium, the Walloon and Flemish regions have sought to encourage
small and medium-sized companies and independent firms to benefit reg-
ularly from quality training programmes to increase competitiveness.

In Wallonia, 9,000 employees of small and independent companies bene-
fit from the programme while 30,500 employees participate in the Flem-
ish region. Each region has introduced training vouchers, provided in
electronic form in the Flemish region. Each voucher corresponds to a value
of 30 euros for one hour of training, with 50% of the voucher’s value sup-
ported through regional funding and the remainder covered by the com-
pany. Vouchers can be used in any training institution approved by the
region, with 280 training organisations in Wallonia and 1,250 in the Flem-
ish region.
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lll) Instruments for greater flexibility in working hours

Work-life balance measures thus are aimed at establishing a more modern and
flexible organisation of work and constitute an important tool for managing
human resources. They can include, in particular, the restructuring of work
time according to the organisational needs of the business and changes in the
activity and / or the life cycles of employees. These measures are therefore an
effective method to reduce overtime, absenteeism at work, transportation de-
lays, etc.

What tools are being used?'8
At the European level:

At afirst level, flexibility with regard to working hours is organised under Eu-
ropean law which constitutes a common basis for measures governing work-
ing hours in all Member States, organised primarily around two directives:

1) The directive on working hours of 1993, which sets minimum require-
ments for working hours and health and safety in the workplace. It deter-
mines the minimum periods of breaks during the work day (at least 11
hours) per week, annual leave, night work (8 hours maximum) and a max-
imum work week of 48 hours (calculated over 4 months). But significant
exceptions are possible such as, for example, the "opt-out”. This clause pro-
vides an exception to the rule of a maximum 48-hour work week, with the
agreement of the employee (with no ceiling), and exists in 15 Member
States. Thus, broad differences exist in the effective legal work time by
country and sector, as noted by a study published in 2009 by Eurofound
(European Foundation for the Improvement of Living and Working Condi-
tions) on working hours in the Member States.?

18. For an overview of European directives concerning the different forms of work organisa-
tion, see "Work-life balance in community social law."

19. A proposal to amend the directive failed last April. It stipulated that employees should not
work more than 48 hours per week (calculated over a period of one year) and did not include
the final repeal of the opt-out clause. Directive 93/104/EC of November 23, 1993 concerning
certain aspects of the organisation of working hours.

20. Carley M., 2009, “Working time developments - 2008”.
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Average weekly hours of work according to collective bargaining
agreements, 20082
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Average hours actually worked in most jobs by full-time employees,
third quarter 2008%
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2) The directive on part-time work of 1997.2 This is encouraged by the Euro-
pean Strategy for Employment?* as a means to address the issue of work and
family with a goal of increasing the participation of women in the labour
force. But it also is a way to respond to the organisational needs of busi-
nesses as a tool of labour flexibility.?> "According to executives, part-time
work responds primarily to company needs in 34% of establishments, while
in 39% of cases, it responds primarily to the wishes of employees; 21% believe
that both reasons are equally important”. %6

However, this study also adds that "When part-time work addresses the needs
of the company;, it is more often correlated with atypical working hours (night
or weekend work), working in teams and reduced possibility of schedule
changes”.?” Part-time work thus is paradoxically both an instrument for pro-
moting work-life balance as well as an obstacle.

Part-time work must be the result of a genuine dialogue between employer and
employee. Yet, it may be imposed, especially for unskilled labour and in poor
quality or even precarious conditions.? It also confirms gender stereotypes by
being generally associated with employment of women. Employers must en-
sure equal treatment between full-time and part-time employees in terms of
pay, hours, careers or training.

Implementation at national or local levels

While European measures define a framework common to all Member States,
the flexibility of working hours is organised mainly according to company-
specific procedures or collective bargaining agreements.

23. For more on part-time work, see “Legal approaches to some aspects of the reconciliation
of work, private and family life in thirty European Countries”, 2006.

24. The Treaty of Amsterdam having introduced in the Treaty establishing the European Com-
munity a new Title VIII on "Employment”, coordination of employment policies of Member
States became a community priority. It was on the basis of these new provisions that the Eu-
ropean Council in Luxembourg in November 1997 launched the European Employment Strat-
egy (EES), also known as the "Luxembourg Process”. The EES is an annual programme for
planning, monitoring, review and adjustment of policies put in place by Member States to co-
ordinate their measures to combat unemployment.

25. Jonsson A. and Morel N., 2006, Gender and reconciling family life balance - working life in
Europe. A comparison of policies in France, Sweden and the United Kingdom, European Policy
26. Legal approaches to some aspects of the reconciliation of work, private and family life in
thirty European Countries, 2008.

27. Ibid.

28. Ibid.
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Most companies implement compensation measures that are more or less
flexible, such as:

— enabling employees to adjust, within limits, their hours of arrival and de-
parture adapting, for example, to school schedules;

- offsetting hours accumulated with equivalent reductions in working hours
on other days or weeks;

—annualisation of working time;
— compressed work weeks;

— time savings accounts that enable employees to save time off (vacations,
days off ...) and money (conventional bonuses, 13th month salary, incentive
bonuses...) for later use. Account savings can be used by the employee in
monetary form or to offset all or part of a period of unpaid leave (parental
leave, sabbatical...), a period of training outside working hours, a transition
to part-time status or a gradual or total cessation of activity.?

All of these options enable as much work as wanted but adapted to the em-
ployee’s life and needs. Thus, "of 21 EU countries, 48% of employers of ten or
more employees reported the existence of such arrangements in their estab-
lishment. The least flexible form (same day offsets with staggered schedules)
is the most widespread, followed by opportunities to accumulate hours for use
as extended holidays (time savings accounts, annualised work)”.3 In France, the
Parenting Institute (www.observatoire-parentalite.com) encourages companies
to adopt such measures, through the signing of a charter and the presentation
of existing best practices in this area.

Finally, working flexibility may also involve adapting jobs by such means as
having two people sharing the same position in the company, but this is rare
except in Germany and Italy.

Much work remains to be done with regard to adaptation of jobs and many dis-
parities remain in this area in Europe. In the Member States, "only about one
quarter of employees aged 25 to 49 years, that is to say, the age group for which

29. http://tinyurl.com/yehyk6f

30. "Taking account of the family life of employees by companies: a European comparison”, Re-
search and Outlook, June 2008: also offers more specific figures following the various models
adopted by Member States (Scandinavian, Mediterranean, etc.), and differences across compa-
nies.
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the care of children is a major problem, had some flexibility in their work sched-
ules in 2004, in that they could "save" hours worked for later use as free time
(12%) or could vary their programme of work (10-12%). A slightly smaller pro-
portion of women than men (24% versus 27%) benefited from flexible arvange-
ments’. (Eurostat, 2008).

The contribution of information and communications technologies
(ICT)

ICT offers useful solutions for adapting the organisation of work such as, for
example, through telecommuting. It also can help support the administrative
aspects of work-life balance measures in being more responsive. If an em-
ployee departs in case of an emergency, they can quickly advise fellow em-
ployees. If this absence is prolonged, ICT enables Human Resources to better
respond through faster access to the schedules and availability in order to
make substitutions or modify the schedules and duties of another employee.
Finally ICT can have a valuable environmental effect in limiting employee
travel between the workplace and home. In Belgium and Spain, for example,
there are attractive tax schemes that help firms to fund the connection of
broadband lines for their employees, which promotes telecommuting.
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IV) The creation of new growth-generating business areas:
the sector of personal services3!

All of these changes within society and the adjustments for which they call
should be regarded as opportunities to be seized by companies. As we have
seen, the implementation of work-life balance measures makes companies
more attractive and more competitive, but that is not all. The increased par-
ticipation of women in the labour market, the ageing of the population and the
increasing number of single parent families implies the emergence of new
needs from a more active clientele. Better account must be taken of these
changes in areas such as through job adaptation and access to ICT, which re-
quires development of new job creating services.

These changes also generate new demand in terms of personal services. These
relate to "services that, on the basis of geographic and / or relational proximity,
meet collective or individual needs that are either new or that are responded to
inadequately at present’32 There are three types of personal services: social
services (personal care, childcare, dependent care .. .), traditional services such
as housekeeping and "new services" that are more complex (business
concierge services ...). They improve the daily lives of employees and help
them to better reconcile work and family life. Currently, these services are pro-
vided by three types of providers: public -- particularly local -- authorities, large
private companies, and social organisations and associations.

Disparities at the European level

The names and functions of these personal services vary greatly depending
on the role played by the state in the society. We speak of personal services,
outreach services and services related to dependency. They may be more or
less funded by public authorities, to specifically address certain social groups
or not. "Some countries, like Sweden or Denmark, have favoured public in-
tervention while the Anglo-Saxon model focuses more on the private sector.
Mediterranean countries (Italy and, to a lesser extent, Spain) rely more on
family solidarity, while the Continental model, adopted particularly by Bel-
gium and France, responds to the demand”.® This affects the demand for

31. To go further on the role and the sector of personal services in Europe see "personal serv-
ices in European policies”, 2008.

32. National legislation regarding personal services - Towards a European approach, European
personal services network, 2009, a study coordinated by Pour la Solidarité.
33. Idem.
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services which varies considerably from one country to another. Significant
in Ireland, Portugal, Belgium, Denmark and France, the demand remains rel-
atively low for Italy and is growing in Spain. For beyond the possibility of hav-
ing access to these services, there is also the question of cultural barriers that
may persist in certain Member States. In Latin countries, for example, family
solidarity remains very important and the use of such services is little or even
negatively perceived.

In addition, we observe in almost all countries a lack of quality and affordable
services, especially for childcare and care for dependents and the elderly.

Service Vouchers and Belgium’s National Office for Employment
(ONEM)

A system of service vouchers was implemented by the Belgian govern-
ment in 2001 to facilitate access to household assistance with three ob-
jectives:

— Promote the development of services and close proximity jobs in stim-
ulating demand

— Create new jobs
— Combat illegal jobs

The service voucher is a means of payment, subsidised by the state to pay
benefits for services provided in close proximity, in or outside the home
(cleaning, laundry, ironing, mending, cooking, household shopping, es-
corted transportation ...). These must be performed by a worker with an
employment contract with a service voucher company authorised by
ONEM, which is responsible for the programme.

At present, a voucher is bought for € 7.50 by the user who is entitled to one
hour of assistance at € 20.80 with the state paying the difference directly
to the authorised company. In addition, the user’s participation is tax de-
ductible up to 30% of the voucher’s value.

This programme has been such a success since it was established that the
portion of the voucher funded by the user was increased from € 6.20 to
€6.70 in 2005, to € 7 in 2008 and to € 7.50 today.
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At the end of July 2009, ONEM'’s statistics department counted 2,369 au-
thorised companies across the country, with 16,480 new users during the
month, 615,371 active users over the past 12 months and 214,112,641
vouchers reimbursed since the establishment of the programme.

Considering personal services within the European debate

It should be noted that the issue of personal services is part of the wider de-
bate underway within Europe on the liberalisation and modernisation of serv-
ices, particularly social services.>* The Commission’s Communication on
Services of General Interest and Social Services of General Interest of 2007 rep-
resents an important step in the consideration of social services at the com-
munity level, especially with regard to personal services. These services are
described as drivers of solidarity, cohesion and proximity in Europe. However,
they are considered only in terms of offers of care and not in terms of com-
fort services. This definition thus does not cover all the realities of personal
services in Europe.

Personal services respond, however, to new and growing needs within society
in areas as diverse as health care, domestic help and concierge services. This
market has strong growth potential in terms of jobs, as recognised in 1993 by
the European Community in the White Paper on Growth, Competitiveness and
Employment. Given the differences between the various Member States men-
tioned above, European legislation can promote development of a real market
for personal services in all European countries and thus support growth and
create new jobs.

It is important to add that these services also contain significant advantages
in terms of cohesion and territorial development by creating new jobs that
cannot be relocated and that have a relatively low cost of market entry. Simi-
larly, providing multiple and varied personal services can be a rationale for
helping to attract new businesses to a territory. In this way, they help with the
sustainable revitalisation of an area.

34. "What are general interest social services (SSIG)?

These are services such as childcare, housing, housing assistance, employment assistance and
measures against social exclusion as well as support services to families and individuals in need,
such as long-term care. They especially aim to ensure a high level of social protection, employ-
ment and equality. These services are non-profit, and the provider is often close to the recipient”.
Commission Communication on SSIG.
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Professionalisation of the sector

This sector now needs greater recognition to develop its full potential. Per-
sonal services jobs often are stigmatised, informal, poorly protected and can
involve precarious working conditions. This means, for example the absence
of social protections and pension contributions for undeclared workers. These
employees do not generally have any effective protection against atypical
schedules, dismissal, etc. In some re-employment associations, services also
are considered as a means to return people seeking employment to work and
this only through temporary employment contracts.

To fight against this uncertainty and these biases, measures are needed to pro-
mote the professionalisation of the sector. This starts with better training of
service workers. These services are often associated with care-giving that must
be performed by skilled workers who have little time to invest. Such jobs
should be viewed in terms of a career rather than as an interlude.

Public authorities have the opportunity to help develop this sector, first, by
making visible the efforts being made on training and on the quality of offers.
This can be done through labelling or accreditation of providers.

Support for the development of this sector also must be financial. Support for
these services is needed to ensure their sustainability. This requires the stim-
ulation of demand (households) and supply (providers) but also direct fund-
ing by governments or companies.

Professionalisation through certification and labeling in France

Labeling

In France, companies or organisations providing residential personal serv-
ices must be licensed. Licenses, either "simple" or "quality” (for services
to vulnerable people: children under 3, the elderly and people with dis-
abilities) are issued by a local office of the national government, after a re-
view of the application. For a quality license, the file must meet specific
qualitative criteria. Approved licensees are subject to annual qualitative
and quantitative reporting. Licensees seeking to be listed in national ref-
erence sources require approval which qualifies them for tax and social
benefits.
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Service certification is a voluntary initiative, outlined under the Consumer
Code and validated by consumers, public authorities, industry profes-
sionals and quality experts. It provides a guarantee to customers regard-
ing the level of service offered. Certification, valid for a period of three
years, requires compliance with all commitments defined through the cer-
tification service.

Each year a certification entity verifies compliance with these commit-
ments. There are currently two: NF Services’ "Residential personal serv-
ices" and the Qualicert certification.

The introduction of measures to promote work-life balance therefore pres-
ents many interests in terms of growth. However, this is not the only con-
sideration here. These policies also reinforce social cohesion through the
promotion of solidarity between generations and gender and the fight
against social exclusion.
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as factors in social cohesion

The European Social Agenda expresses the commitment of the EU to develop
the European social model. It aims to build "harmonious societies based on
cohesion and inclusion that respect fundamental rights and are part of
healthy market economies”. Social cohesion is also part of the Lisbon Strat-
egy as a necessary complement to the economic vitality of the European
Union. It is reflected in the establishment of political inclusion for specific
groups through training and modernisation of social protection.

By facilitating the different cycles of life, reconciliation policies put in place
measures to promote solidarity between generations and genders and to build
trust between employers and employees. They also encourage the creation
of quality jobs that consider the needs of both employees and employers. In
this way they contribute to strengthening social cohesion in Europe.
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I) Gender equality in professional and private life3®

From the perspective of strengthening social cohesion in Europe, work-life
balance policies promote gender equality, in both professional and private life,
which offer many advantages for the EU.

Persisting inequalities

The lower participation of women relative to men in the labour market is a sign
of remaining inequalities between the sexes, both in the workplace and in the
private sphere.

In the sphere of employment, discrimination against women is both:

—vertical (glass ceiling)* -- i.e., the difficulties they have and that are imposed
on them in order to reach senior positions;

—horizontal -- with a low representation of women in certain economic sectors
and segregation according to the type of employment contract.

Thus the majority of part-time (and thus often unstable) jobs are held by
women (76.5% of part-time jobs in 2008).3” They also often retire earlier from
the labour market and take longer parental leave. All of this has consequences
for their careers, salaries and pensions. "In the EU as a whole, the average gross
hourly earnings of women (aged 16 to 64 years and working 15 hours or more
per week) were on average 15% less than men in 2005’38

35. "Professional life and birth: the burden of reconciliation is primarily on women”, 2006. This
document allows us to consider the impact of gender differences in promoting work-life bal-
ance in the case of France.

For a broader view see: European Commission, 2008, Report on gender equality, COM (2008)
10: containing a section on reconciliation.

36. The subject of a March 24, 1986 article in the Wall Street Journal, the "glass ceiling" is the
colourful term to describe the phenomenon that impedes women's careers and whose conse-
quence is the scarcity of their presence at the highest levels of businesses, organisations and
public institutions. It is a set of invisible barriers created both by prejudice and stereotypes and
by the way organisations function.

37. Report on gender equality.

38. Demographic profile of Europeans, statistical study.
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Pay gap between men and women in 20053°

Difference between average hourly wages of men and women as a % of the av-
erage hourly wage for men

Yet it is not enough to act against discrimination in employment and labour.
"The differences regarding segregation by gender, whether horizontal or verti-
cal in the labour market tend to reinforce the current gender division between
paid and unpaid work. The persons earning the highest salary in the household,
most often men, are often in a full-time_job, even if the need arises for more care
or attention to children, dependents or elderly”.* It appears that a comprehen-
sive approach to gender equality which would link the professional world and
private life is necessary.

An unequal division of labour within the couple makes it difficult for women
to balance career and family life. "A study of 14 EU countries showed that
women spend an average of about two hours and 40 minutes more per day
doing housework than men. Women in particular spend more time cooking,
cleaning and doing dishes, all while caring for children’.

Employment of women is crucial in today's Europe

Improving gender equality is of major interest for the European economy.
Since 2000, employment of women has been the main engine of job growth.

39. Report on gender equality.
40. “Legal approaches to some aspects of the reconciliation of work, private and family life in
thirty European Countries”, 2008.
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Between 2000 and 2007, 14.6 million jobs were created, including 9.2 mil-
lion for women. Despite these good results, however, growth potential could
be better exploited. Thus, "in the EU27 in the third quarter of 2007, the em-
ployment rate for women aged 15 to 64 years was 58.8%, versus 73.2% for
men. Denmark and Sweden (73.3% each) and the Netherlands (70.1%) had
the highest employment rates of women, and Malta (37.5%), Italy (46.9%) and
Greece (48.2%), the lowest’.*! Women still represent a significant pool of avail-
able labour.

In the Roadmap for Gender Equality for 2006-2010, the Commission deplores
this situation: "the current situation of women in the labour market does not fully
reflect the progress made by women in key areas of the Lisbon Strategy such as
education and research. It is a waste of human capital that the EU cannot af-
ford. At the same time, low birth rates and a shrinking workforce threaten the
political and economic role of the EU’.#2

The issue of employment of women bears also on improving the birth rate in
Europe. We note in particular that the employment rate of women varies sig-
nificantly by age and number of children: it is especially lower with the arrival
of children.® After birth, most women leave their jobs or reduce their work-
ing time. Yet, as noted by the Commission: "there is clear evidence of fertility
rates and higher female employment in Member States that have effective poli-
cies for women and men to balance work and family responsibilities’. In this
context, work-life balance measures may help women to have as many chil-
dren as they wish while still pursuing their careers.

Work-life balance policies are essential to enable women to have better access
to the labour market and, thus, to participate in the dynamism of the European
economy.

What tools does the EU provide in terms of gender equality?

The EU has since 1957 been very active in terms of equality of men and
women, particularly, from the beginning, as regards equal pay.

41. European Commission, 2008, Report on gender equality, COM (2008) 10.
42. Roadmap for gender equality for 2006-2010.

43. "Among women born between 1955 and 1985: 38% do not work the year following the first
birth, 51% following the second and 69% following the third. (they are inactive, on parental leave
or unemployed)'. "Professional life and birth: the burden of reconciliation is primarily on
women (September 2006)".
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Gender equality is promoted at the European level in the treaties through leg-
islation on equal treatment within Articles 2* and 3* of the Treaty of Rome of
1957. It also is found in Article 13 of the EC Treaty, which seeks to fight all
forms of discrimination based on "sex, race or ethnic origin, religion or beliefs,
disability, age or sexual orientation’. 4

The EU also promotes gender equality through a number of decisions and
processes:

> the Lisbon Strategy recommends that States take measures necessary to en-
sure that the employment rate of women reaches 60% by 2010;

> the Brussels European Council of 2006 adopted a European Pact for gender
equality encouraging Member States and the EU to take measures fighting
against professional inequalities and promoting a better work-life balance.

> the Commission has developed the "Roadmap for gender equality for 2006
- 2010" which sets the following 6 priorities to be followed for the EU:

— achieving equal economic independence for women and men;

- improving work-life balance;

- promoting equal participation of women and men in decision-making;
— eradicating gender violence and trafficking in human beings;

— eliminating stereotypes;

— promoting gender equality outside the EU.

The EU acts through its common programmes and initiatives such as the pro-
gramme for employment and social solidarity, PROGRESS.#” This also applies
to implementation of actions supported through European structural funds in
that the fight against discrimination represents a transversal priority.

44. “The Community has as a mission, by establishing a common market, an economic and
monetary union and by implementing policies or activities referred to in Articles 3 and 4, to
promote throughout the Community harmonious, balanced and sustainable economic activi-
ties, a level of employment and social protection, gender equality, sustainable and non-infla-
tionary growth, a high degree of competitiveness and convergence of economic performance,
a high level of protection and improvement of environmental quality, increasing the level and
quality of life, economic and social cohesion and solidarity among Member States”.

45. Section 3 provides details on the policies of the EU in order to achieve the objectives set
out in Article 2.

46. It also refers to gender equality in the articles 136, 137 and 141 of the EC Treaty.

47.Tt aims to provide financial support for actions in the field of employment and social issues
for 2007-2013.
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Existing work-life balance measures available to promote gender
equality

What are the tangible steps to implement these goals? First; there are many ap-
proaches to facilitate the different spheres of life of employees:

—The framework agreement concluded in 1995 (as amended by an agreement
in 2009)* by the social partners defined the bases of parental leave at the Eu-
ropean level.® Its duration is at least 3 months and it contains safeguards
against dismissal and demotion within the company. It provides for the right
to be absent from work for urgent family reasons. Conditions of access and
modalities of implementation are then fixed by collective bargaining agree-
ments at the national level;

— Maternity leave™ is a period of at least 14 weeks in the EU, two weeks of
which cannot be compressed;s!

—Paternal leave, recognising that several European countries already encour-
age fathers to take time off through the introduction of short periods of
parental leave for their exclusive use;

— Adoption leave, similar to parental leave;

- "Filial" leave introduced in some States to care for family members.

48. The European Commission proposed last July 30, following the amendment of that agree-
ment by the social partners, a directive to define the new parental leave arrangements at the
European level. It extends parental leave to 4 months and its application to all types of work-
ers, irrespective of the nature of their contract. It also increases the guarantees made to em-
ployees when taking parental leave in terms of pay and career opportunities.

49. The Commission wishes to strengthen the rights of the self-employed and partner-care-
givers. It has proposed to make self-employed partner-caregivers eligible for social security, on
a voluntary basis. The Parliament amended this proposal in May to make it compulsory.

50. Minimum rules on maternity leave are contained in the "Directive on the implementation
of measures to encourage improvements in safety and health of workers during pregnancy,
birth or breastfeeding” of 1992.

51. The European Commission made a proposal in 2008 to amend the provisions of Directive
92/85/EEC. It proposed to raise the minimum period of leave from 14 to 18 weeks and rec-
ommended to pay women 100% of salary (however, with the possibility for Member States to
cap the payment at the level of illness benefits). In addition, women would have more freedom
to choose the period in which they would take the non-compulsory portion of their leave (be-
fore or after birth) and would no longer be required to take a specific portion of their leave be-
fore birth, which is currently the case in France.

The Eurodeputies had proposed to amend this proposal. They wanted a minimum of 20 weeks
of leave and mandatory paternity leave of two weeks but they finally decided in May to aban-
don this effort which had been criticised by many European countries.

Eurodeputies preferred to refer the text to the Commission, which will have to re-start the leg-
islative process from the beginning with the chances for success uncertain.
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Leave facilitates the reconciliation of work and family life; however, it also can
reinforce in its way the segregation of women in the business world. It is
women who take most of the leave. "In 2003, in 15 Member States, 75% of fa-
thers are aware of their entitlement to parental leave; 84% did not take leave;
40% for financial reasons and 30% for reasons of career’ .52 These figures show
that fathers are still very reluctant to move away from the sphere of work.

It is therefore necessary to ensure that leave is taken more equally by men
and women. How?

- some countries have introduced non-transferable leave;

—others have conducted communications campaigns to fight against stereo-
types hindering men from interrupting their work for family reasons;

—new types of leave, more flexible, for shorter periods and adapted to tem-
porary needs also could be considered;

These leave periods are mainly for families, although life outside work is also
about private life. It would be interesting to reflect on leave that facilitates in-
volvement in public life and civil society.

In the private sphere, work-life balance measures, thanks to personal services,
allow women to better manage family life, but it also requires accountability
of men within the family context in fostering a better distribution of tasks be-
tween the couple.>

Finally, equality also involves economic independence for women with the in-
dividualisation of social rights and tax obligations. This signifies no longer
being dependent on her spouse and thus no longer risking a loss of rights in
case of separation or premature death.

52. European Commission, 2008, “New measures to better reconcile work and private life”.
53. Legal approaches to some aspects of the reconciliation of work, private and family life in
thirty European Countries, 2008.
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Cormurhex and support for parenting by the company (France)

To ensure better work-life balance, the French company Cormurhex has in-
troduced measures to support parenting through a partnership between
the HR department, managers and employees. An interview guide, devel-
oped to facilitate discussion, is transmitted automatically in situations of
maternity, adoption or parental leave.

This has led also to the establishment of follow-up interviews:

— An interview before an employee leaves for maternity, adoption or
parental leave that seeks to prepare the departure and collect the em-
ployee’s expectations with regard to professional development

—An interview following the return from maternity, adoption or parenting
leave to address the conditions for the resumption of work and possible
training needs.

The employee may also ask to review their salary situation in connection
with any remuneration policy actions taken during their absence.

www.observatoire-parentalite.com
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Il) Generational equality within the company>*

Work-life balance relates not only to gender equality but also to equality and
solidarity between generations. Indeed, the ageing of the EU's population and
life expectancy increases have consequences on employment, the economy
and the sustainability of the social protection systems of Member States. "We
expect that the number of people over 80 will triple by 2050, reflecting the baby
boom that occurred after the Second World War. This means in practice that
there will be only two persons of working age for every citizen over 65 compared
with four at present’.>> We must therefore adapt to a changing population. But
instead of viewing this development as a problem, it should be considered as
an opportunity for the EU.5

What do work-life balance policies contribute?

Keeping employees older than 50 active longer supports growth by increasing
the available workforce. These workers benefit from better incomes, thereby pre-
venting poverty among those over 50 and also encouraging them to consume.
The so-called "silver economy” whose development has been observed for sev-
eral years, envisions the elderly as a group of consumers with special needs gen-
erating new potential employment (e.g., in the field of personal services).

Work-life balance policies also respond to a specific need for this class of em-
ployees. With longer life expectancy and the gradual increase in the age at
which young people begin working, the concept of the pivot generation has
emerged. As Clothilde Lemarchant explains: "It is felt by adults who face a dou-
ble dependency: from their parents' generation and from their children. This
pivot generation faces heightened demand from within the family given the
longer life expectancy of seniors and the increased difficulty for young people
to enter the labour market. Thus [...] many parents at the threshold of retirement
are solicited from above by their elderly parents becoming dependent and from
below by some of their children suffering the brunt of employability difficul-
ties”.>” This pivot generation thus faces new needs requiring:

54. Statistics in brief, population and social conditions - Transition of women and men from
work to retirement, 2007.

55. http://tinyurl.com/ycljqud

56. Several communications from institutions raise this subject, most specifically: European
Commission, 2006, The demographic future of Europe, from challenge to opportunity, COM
(2006) 571.

57. C. Lemarchant, “Families and generational inequality”, Les cahiers francais, 2004, p. 39-45.
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—more opportunities for offsetting the costs of dependency;

- better offerings of assistance services for dependents;

—more flexibility in adapting jobs.

Work-life balance policies may provide answers in these three areas.

The “Increased Mobility” Cesu and the Federation AGIRC - ARRCO
(France)

AGIRC - ARRCO is an organisation that brings together institutions of sup-
plementary retirement for employees and managers. Its role includes the
design of programmes to improve the lives of retirees. The "Increased Mo-
bility” initiative has been designed for recipients of these supplementary
pensions over 80 with limited mobility, representing approximately
20,000 beneficiaries. It allows them to move about by funding the provi-
sion of accompanied transportation.

This programme relies on the Cesu (Cheque Emploi Service Universel). Re-
tirees contact their pension fund which sends a checkbook of €150 Cesu
vouchers and the coordinates for the "Increased Mobility” service. This ex-
periment was conducted in 2008 in 40 metropolitan departments and is
being expanded throughout France.

What are the tools and actions to promote equality between gen-
erations?

The EU has developed a number of measures and programmes to adapt to
these changing demographics, primarily within the legal framework:

— Article 13 of the Treaty establishing the European Community gives the EU
the power to combat discrimination based on sex, race, religion, disability,
age or sexual orientation.

The directive of November 27, 2000 establishing a general framework for
equal treatment in employment and work is a complement to this article. It
prohibits employment discrimination with the intended implementation by
Member States of the principle of equal treatment.

—The European Strategy for Employment (SEE) for 2003-2010 commits Mem-
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ber States of the EU to "promote an active ageing process, including promot-
ing the working conditions leading to continuance in the work force, such as
access to vocational training, recognition of the special importance of health
and safety at work and innovative and flexible forms of work organisation, and
in eliminating incentives for early exit from the labour market, particularly
through the reform of early retirement schemes and ensuring that it is fi-
nancially advantageous to remain active in the labour market as well as in en-
couraging employers to call on older workers'.

— The Green Paper "Confronting demographic change: a new solidarity be-
tween generations” > led to the Commission’s Communication, "The demo-
graphic future of Europe - from challenge to opportunity”®, which proposes
a comprehensive approach to address the challenges of an ageing European
population.

—The renewed Lisbon Strategy aims to raise employment rates to offset the de-
clining working age population. It sets a target of achieving a 50% employ-
ment rate among those 55 - 64 by 2010.

—The Open Method of Coordination on social protection and social inclusion.®

58. European Commission, 2005, Confronting demographic change: a new solidarity between

generations, COM (2005) 94.

59. "The Ageing demographic suggests the strategic importance of increasing the participa-

tion rate of women and men over 55. This will require major reforms to eliminate incentives

for early exit from the labour market and encourage the employment of older workers. We
must also ensure that it is indeed possible to work longer and that all public policies expand
employment opportunities for older workers”.

European Commission, 2006, The demographic future of Europe, from challenge to opportu-

nity, COM (2006) 571.

60. The general objectives of the OMC for social protection and social inclusion are:

a) promote social cohesion, gender equality and equal opportunities for all through social pro-
tection systems and social inclusion policies that are adequate, accessible, financially sus-
tainable, adaptable and effective;

b) promote effective and mutual interaction between the Lisbon objectives aimed at stimulat-
ing economic growth, improving the quantity and quality of employment and strengthening
social cohesion, as well as the EU sustainable development strategy;

¢) improve governance, transparency and participation of stakeholders in the design, imple-
mentation and monitoring of policy.

The methodological framework is a comprehensive list of primary and secondary indicators

constituting a transversal portfolio covering three major themes (social inclusion, pensions,

acute and long term health care).

For more information: see the Commission Communication, "A renewed commitment to social

Europe: Reinforcing the Open Method of Coordination for Social Protection and Social Inclu-

sion”, 2008, COM (2008) 418.
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The EU also acts through various European programmes, such as:

> The 2010 initiative® which is the strategic framework of the European Com-
mission setting out the broad policy guidelines for the information society
and media. It is in this context that the plan of action "AgeingWell in the In-
formation Society" was established. It aims to promote and coordinate the
development of ICT related services to seniors in the EU, to enable them to:

—extend their professional activity, while also ensuring a balance between an
active life and work;

- remain socially active and creative, through a communications network
and access to public and commercial services in order to reduce the social
isolation of seniors, particularly in rural areas;

— Ageingwell at home: ICT should help increase the quality of life and inde-
pendence.

> Increased support to Member States to promote actions in favour of equal-
ity between the ages by strengthening the European Social Fund and life-
long training for the period 2007 - 2013.

> Actions for improving public health in Member States so that seniors are
healthier longer and can, if they wish, remain active. This is reflected both
in measures to improve the provision of care to seniors as well as through
communication campaigns to fight against obesity, smoking, cardiovascu-
lar disease, etc.

Since 2000, the promotion of equality between generations also has been car-
ried forward through implementation of a strategy called "active ageing”. ¢
For the European Commission, it is a comprehensive and sustainable approach
that goes beyond legal reforms alone. Persons who want to work longer should
not be faced with discriminatory prejudices, should be well-prepared through
the updating and enhancing of skills acquired over time, have access to flexi-
ble retirement schemes and be not only physically and mentally healthy, but
also expect to continue living in this state for a long time.

61. This integrated policy seeks to encourage knowledge and innovation to support growth
and create more and better quality jobs. See Commission Communication of June 1, 2005 to
the Council, the European Parliament, the European Economic and Social Committee and the
Committee of Regions entitled “i2010 - A European Information Society for growth and em-
ployment”, COM (2005) 229.

62. Commission Communication: “The demographic future of Europe, from challenge to op-
portunity”, COM (2006) 571.
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The European Commission has made several proposals for promoting the
continued employment of workers over 50.% Suggestions include:

— postponing the effective age of retirement: the 2002 European Council of
Barcelona concluded that "by 2010, a gradual increase of approximately 5
years in the effective average age at which people stop working in the Euro-
pean Union was needed";

—improving safety conditions and the organisation of work such as by adapt-
ing jobs for seniors;

—the need for training as a process that occurs throughout the career and valu-
ing the experience of workers over 50;

—best practices in managing ageing issues within companies, which includes
putting in place comprehensive strategies connecting all age groups within
the company;

—modernising social protection systems to delay the effective exit age from the
labour market. This can be expressed through a review and re-weighting of
seniority factors in pay and pension rights to be higher for those who stay
longer at work;®*

- retirement plans involving flexible phased retirement and part-time work;
measures to change the negative images of older workers in particular by im-
plementing more stringent measures to encourage businesses to hire more
workers aged 55 and older.

63. Commission Communication, 2004, "Increasing the employment of older workers and de-
laying the exit from the labour market”, COM/2004/0146 final.

64. For example, Belgium has introduced a bonus system to assign additional rights to those
who continue to work after reaching age 62 or after 44 years in a career. It has established a
bonus linked to well-being based on length of service.
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The "change 4 life" campaign in the UK

The National Healthcare Service (Britain’s social security) developed the
change4life communications campaign to encourage people to adopt
healthier lifestyles. The campaign emphasises that our behaviour with re-
gard to physical activity and diet (too rich, too plentiful) has health con-
sequences and may, if not adjusted, lead to cancer, obesity and heart
disease.

The campaign was carried out via television commercials, campaign
posters, the media and a website providing a range of practical tools to help
change dietary habits and encourage sporting activities (meals record-
keeping, games, assistance in locating nearby sports facilities, etc.).

www.nhs.uk/Change4Life

Deutsche Bank and the comprehensive approach to diversity in
business (Germany)

Deutsche Bank has put in place since 2001 a new age policy which en-
courages a holistic approach to diversity in the workplace, including a
more specific policy toward older workers. For the time being, it involves
only customer relations and marketing managers.

The idea is to prevent stigmatisation of a particular group and focus on per-
formance in considering heterogeneity as a productive force. Diversity is
seen as an opportunity to strengthen accountability, performance and the
learning capacity of all.

The company is now promoting lifelong training, skills transfer, work-life
balance measures and enhancement of a company culture that fosters di-
versity. We can mention two strategies in particular:

— "Know-how tandems" are based on the cooperation of a more experi-
enced senior employee with a junior employee, specifically in the area
of customer relations. This provides a combining of views which may be
different between generations. In addition, everyone benefits from the
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combined skills: the relationship with customers, ICT, etc. The bank has
noted that this model was very popular with customers.

—The model "x % job:" an experienced employee spends part of their time
working (usually two to four hours per week) outside their area of activ-
ity to accumulate new knowledge and improve cooperation between dif-
ferent units.
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[Il) The issue of social protection, family and tax policies®>

In order for work-life balance measures to be effective, they must meet the
needs of employees and employers but also be practically accessible. Social
protection and tax systems play an important role in the result that can be
achieved through work-life balance policies.

Limitations posed by social benefit policies

Examples include holidays. Some do not offer income guarantees or rights to
adequate social benefits, making access difficult.®® In many countries, em-
ployees on leave are protected against layoffs, reducing the risk of unem-
ployment (Czech Republic, Greece, Sweden, etc.). But this is not the case
everywhere. In France for example, specific protections against layoffs during
periods of leave are absent, except in the context of pregnancy and maternal
leave. Sufficient guarantees of income and employment protection are needed
in order that flexibility is not viewed negatively by employees.

These policies and social benefits may also reinforce or prevent changes to tra-
ditional situations regarding generational and gender equality. As indicated
by a 2007 OECD study on gender equality: "the majority of OECD countries
have adopted individual income tax systems that allow a lower rate to be ap-
plied on second earners’ income (often mothers), which increases the economic
significance of the second earners’ activity. However, almost all provide some
form or another of tax relief for inactive spouses or the provision of aid to fam-
ilies based on the combined income of both spouses. These provisions hardly
provide financial incentives for the second earner to work or to work more’.%
The benefits also affect generational equality through the conditions for access
and compensation at retirement, for example.

Modernising family policies and social welfare systems

It is therefore necessary to implement more modern systems that implement
measures coherent with support for work-life balance measures. Flexicurity is

65. For a more in-depth comparison see, "Social protection: issues relating to flexicurity and ac-
tive inclusion”, from the MISSOC, 2008.

66. For a comparison between the various existing provisions regarding leave see, "Legal ap-
proaches to some aspects of the reconciliation of work, private and family life in thirty Euro-
pean Countries”, 2008.

67. “Babies and employers - reconciling work and family life”, a summary of results, 2007.
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aimed at modernising labour markets, particularly in connection with re-
forming social benefits so that they are more effective. The principle is to guar-
antee a minimum income while encourAgeing employment through
implementation of lifelong training policies and the adaptation to different
employee life cycles.®

The EU has limited competence in this social area. However, through the Open
Method of Coordination in the areas of social protection and social inclusion,
it determines the main guidelines to be followed by Member States and enables
an exchange of best practices.

68. For more information on the position of the European Commission: "Modernising social
protection for more and better quality jobs, a comprehensive approach to making work pay”,
2003.
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IV) The battle against poverty and social exclusion

Work-life balance policies lead to a reflection on the quality of work, particu-
larly on issues of salary, job security and working conditions. In this way, work-
life balance measures strengthen social cohesion and solidarity both between
generations and between genders.

Work-life balance measures also involve in-kind services and financial ben-
efits from government and businesses to help employees combine the dif-
ferent phases of life. This includes, for example, housing subsidies, access
to childcare facilities, funding for supplementary health insurance and fi-
nancing children’s studies.® By providing tangible support for the most vul-
nerable households, these measures contribute to reducing precariousness
for workers.

Nord-Pas-de-Calais region, France, and Equipment vouchers

The Nord-Pas-de-Calais region has implemented a programme to help
young apprentices to buy their often expensive equipment (reference
books, uniforms, professional equipment, etc.). 9,000 apprentices receive
these equipment vouchers for use in a network of 150 partners. The value
of the voucher depends on the type of training. Apprentices in commer-
cial training receive 90 euros to buy textbooks; other apprentices receive
150 euros for the purchase of textbooks and professional materials (uni-
forms, equipment for butchers, hairdressers, etc.).

The city of Pavia, Italy, and the Assistance Pass

The city has established the Assistance Pass to manage and monitor the
grants distributed to the disadvantaged to help them meet their daily, basic
needs including food, health care and education for their children. The
type and amount of assistance provided in the registered voucher is de-
termined according to the specific needs of the applicant.

69. For more details on these forms of assistance, see the section on promotion of work-life bal-
ance within companies in Part IIL.
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The Solidarity voucher (Wertgutschein) in 300 cities and 39 em-
ployment agencies in Germany

Local authorities in Germany have implemented a solidarity voucher to
manage grants from social services and national employment agencies.
They seek to enable asylum seekers and unemployed young adults to
meet their basic needs (to buy food, clothing and health and hygiene care).

5 different vouchers (food, work clothes, etc.) have been established, with
values varying depending on the city, the federal state and the status of the
recipient. This system covers 14,000 asylum seekers and 2,400 unem-
ployed young adults (16 to 25). The vouchers are accepted in a network
of 1,420 supermarkets, department stores and independent shops.

Through a number of ways, reconciliation policies help promote social co-
hesion and the fight against exclusion in Europe while also contributing to
the implementation of the European social model. These policies therefore
achieve the European objective of reconciling growth and social cohesion in
Europe.
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Part 3: The role of various actors in work-
life balance policies

As we have seen, reconciliation measures involve very different policies with
regard to childcare, personal care, personal services and social welfare ben-
efits. The expertise in these areas is divided between different levels of gov-
ernment and different actors. It is interesting to consider the role of each to
consider who influences decisions and on what scale.
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The role of various actors in work-life balance policies

[) European actors

EU institutions
Work-life balance policies in community decisions

Itis important to have an integrated and comprehensive approach to the prob-
lem of reconciling and linking all relevant policies in this area (employment,
services, social security, education). The EU acts more or less directly in these
areas, which rest largely on the principle of subsidiarity.” It does provide, how-
ever, a convergence of policies strongly influenced by traditions and national
histories.

The issue at the European level is primarily addressed through the principles
of equality, non-discrimination and organisation of work (training, working
hours, leave).

The EU also has addressed work-life balance policies more directly, through ref-
erences in various programmes and communications:

> in 2005, it relaunched the Lisbon Strategy, refocusing on growth and em-
ployment. The European Strategy for Employment has incorporated these
changes and highlighted the role of work-life balance in a new integrated
guideline (No. 18) which aims to "promote a lifecycle approach with regard
to work’. Among the means to achieve this, it cites: "to enable a better work-
life balance and to propose more accessible and affordable childcare and de-
pendent care;”

>in 2006 and 2007 the Commission launched two rounds of consultation on
the reconciliation of professional, private and family life.

> following the responses received, it presented in October 2008 a "work-life
balance package" to help parents better “reconcile professional, private and
family life”.” The package includes 4 documents:

70. The principle of subsidiarity is defined in Article 5 of the Treaty establishing the European
Community. It aims to ensure decisions are taken closer to citizens by ensuring that the action
at Community level is justified compared to the possibilities available at national, regional or
local levels. Specifically, it is a principle whereby the EU acts - except for its areas of exclusive
jurisdiction - only when its action is more effective than action taken at the national, regional
or local level.

71. Memorandum of the European Commission, "New measures to better reconcile work and
private life”, MEMO/08/603.
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—a communication detailing the strategy to be followed,

—a proposed directive amending the protection of pregnant women at work
and maternity leave (Directive 92/85/EEC), but this was not adopted,

—a proposed directive amending the rights of self-employed workers and
helpers (86,/613/EEC),

—areport on the implementation of the Barcelona Process of 2002;7

> the concept of work-life balance can even today be regarded as a funda-
mental right in the making. The Charter of Fundamental Rights of the Euro-
pean Union is referred to in Article 33 § 2: "To reconcile family and
professional life, every person has the right to be protected against dismissal
for a reason connected with maternity and the right to paid maternity leave
and parental leave following the birth or adoption of a child”.

Why is EU action justified over other actors regarding work-life balance?

Implementation of measures at the European level has several advantages. It
ensures equality among Member States in terms of direct and indirect costs re-
lated to work-life balance policies. Within the single market and free competi-
tion, it is essential to promote these policies and not to let them be subverted.

Itis also a way to fight against equality policies "a la carte" and social dumping.

The debate on work-life balance policy is linked with current thinking on the
modernisation of labour markets in Europe and the concept of flexicurity. The
EU also exercises influence through "soft law”, that is to say non-binding tar-
gets that Member States determine jointly. But despite their voluntary nature,
they encourage action” :

—We can cite again the example of the Lisbon Strategy, which identifies com-
mon goals that Member States must achieve within a given time while al-
lowing them freedom as to the means to be employed. These objectives are
accompanied by statistical comparisons and exchanges of best practices.
This promotes the convergence of measures taken in European states in rel-
evant fields.

72. For an explanation of the Barcelona Process, see the following section: Why is EU action jus-
tified before other actors in reconciliation?.

73. To go further: "Companies face work-life balance: a comparison between Germany and
France”, June 2008, tracing the various changes in family policies in France and Germany and
showing the influence that the EU can exert on these developments.
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— The Barcelona European Council of 2002 set targets for childcare: By 2010
Member States should provide childcare for at least 90% of children between
3 years old and school age and for at least 33% of children under 3.7 It also
encouraged Member States to remove disincentives for women to under-
take a professional activity.

—Within the scope of work-life balance and flexicurity, we can also include the
process of Bruges-Copenhagen” for lifelong training which aims to
strengthen cooperation in education and vocational training in Europe. The
declaration, signed at the 2002 European Council in Copenhagen, aims to cre-
ate a Europe of knowledge and to ensure that the European labour market is
open to all.

Structural funds and reconciliation in the Czech Republic

Structural funds represent the main instrument of implementation of EU
economic and social policy with regard to social cohesion in the Czech
Republic. The operational programme "regional competitiveness and em-
ployment" includes a chapter entitled "gender equality of opportunity in
the labour market and balancing family life and work”. 398.6 million euros
were earmarked for the period 2007-2013 for reconciling work and fam-
ily life. Public and private enterprises can benefit by implementing pro-
grammes that promote work-life balance.

74. A report was submitted in 2008 called: "Implementation of the Barcelona objectives con-
cerning childcare facilities for preschool children”,

http://tinyurl.com/ydxzkt9

75. The Bruges-Copenhagen process aims to help European citizens respond to the demands
of the European labour market by allowing them to continue their training at different educa-
tional levels and in different sectors, professions and countries. It also contributes significantly
to achieving the goal set by the Lisbon Strategy: making the EU the most knowledge-based
economy in the world by 2010. This process focuses on areas related to quality assurance and
transparency and recognition of qualifications. Cooperation on a number of practical projects
has been initiated:

- developing a unique framework for the transparency of skills and qualifications - Europass;
- transfer of credits for education and training similar to the European Credit Transfer and Ac-
cumulation System (ECTS) already applied in higher education;

- principles and common quality criteria for EFP used as a basis for European-level initiatives
in the field of quality assurance;

- common principles for validation of non-formal and informal learning to ensure greater com-
patibility between approaches in different countries;

- lifelong orientation in a European dimension.
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Other actors at the European level
Organisations and networks at the European level

The exchange of best practices also occurs at the level of organisations and net-
works created at the European level. In the area of work-life balance, European
agencies addressing work life include:

— Eurofound,’ the European Foundation for the Improvement of Living and
Working Conditions, founded by the EU in 1975. It aims to contribute to the
development of better living and working conditions in Europe. Its role is to
provide information, advice and expertise to key players (employers, Euro-
pean politicians, governments, unions) through comparisons, research and
analysis. It is particularly involved in issues of employment and work con-
ditions, work-life balance, industry relationships and partnerships and social
cohesion.

—In 1994, the European Agency for Safety and Health at Work was established.”
The Agency's mission is to provide Community entities, Member States and
interested parties with technical, scientific and economic information in the
field of safety and health at work.

The development of the EU has led members of civil society to come together
to assert their interests at the European level. Networks such as AGE (the Eu-
ropean Platform for Seniors) and EWL (the European Women's Lobby) have
promoted the development of a dialogue at European level .

European social partners

The importance of negotiations by the European social partners within the Eu-
ropean social dialogue is one of the pillars of the European social model and
should not be overlooked. It includes discussions, consultations, negotiations
and joint actions undertaken by organisations representing social partners,
namely employers and workers (European Trade Union Confederation, Busi-
nessEurope, the European Centre of Employers and Enterprises providing Pub-
lic services (CEEP) and the European Association of Craft, Small and
Medium-sized Enterprises (UEAPME) as a member of the delegation of Busi-
nessEurope).

76. www.eurofound.europa.eu
77. osha.europa.eu/fop/france/fr
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As stated by Eurofound: "By definition within the European Social Model, so-
cial partners and social dialogue in general have a key role to play in helping
to improve working conditions. At the European level, this concept of social di-
alogue positively influencing working conditions is illustrated by sectoral and
cross-industry European Social Dialogue dealing with various aspects of work-
ing conditions’.”® They have helped in the establishment of framework agree-
ments and guidelines on work organisation and promotion of equality in
professional fields.

European social dialogue

[t involves two levels:
— A bipartite dialogue between employers and trade unions,

— A tripartite dialogue between social partners (employer organisations
and European trade unions) and the authorities.

The procedure for this dialogue is defined in the EU Treaty.

— Article 138 of the EU Treaty provides for mandatory consultation of so-
cial partners, which consists of two phases: 1) Before submitting pro-
posals in the field of social policy, the Commission must consult the
social partners for guidance on Community intervention, 2) - If the Com-
mission considers Community action advisable, it shall consult the so-
cial partners on the content of the proposal.

— Article 139 of the EU Treaty stipulates that the dialogue between social
partners at the Community level may lead to contractual relations, in-
cluding agreements, if the social partners so desire. These agreements
can be implemented through Council Directives or procedures and prac-
tices specific to social partners and Member States.

The dialogue between social partners occurs at both the intersectoral and
sectoral level. The social partners have concluded a series of agreements
that were ratified by the Cabinet of Ministers and which are now part of the

78. See the draft report by Eurofound: “Working conditions and social dialogue: National frame-
works, empirical findings and experience of good practice at enterprise level in six European
countries”.
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legislation: the agreement on parental leave (1996) / the agreement on
part-time work (1997) / the agreement on fixed term contracts (1999).

The social partners have also signed independent agreements on telecom-
muting (2002), work-related stress (2004), workplace harassment and vi-
olence (2007), a framework of actions on lifelong training (2002) and a
framework of actions on gender equality (2005).
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[I) At the national level?®

As noted by the European Commission, "the responsibility for the development
and dissemination of work-life balance measures lies primarily with Member
States. Therefore, the Commiission calls on them to ensure that these measures
are implemented so that women and men have real choices’ ® In fact, the Mem-
ber State plays a key role in reconciling work and life outside work through var-
ious legal instruments. It may act through family policies, household taxations!,
labour laws, etc.

Large differences between countries’ legal approaches

In many countries, work-life balance policies are still weak. There are short-
comings as far as measures that would provide a dynamic adaptation to the
different life cycles of employees and adequate protection of labour and so-
cial status. The Member States do not employ the same methods and do not
target the same audiences or objectives:

—some want to encourage an increase in fertility;,
—others seek to aid work-life balance,
— others struggle against economic inequality and family poverty,

- finally, some focus on promoting a balanced sharing of family responsibili-
ties between men and women.

Despite the setting of objectives to be achieved by all Member States, the fact
that they are not obligatory and that the approach to achieve them remains dis-
cretionary may generate large disparities.® Thus, "sometimes laws facilitate ei-
ther work or retirement without providing rights that enable flexible responses

79. To see a comparison of the importance and the provisions of collective bargaining agree-
ments in the different member states: “Legal approaches to some aspects of the reconciliation
of work, private and family life in thirty European Countries”, 2008.

80. European Commission, 2008, “New measures to better reconcile work and private life”.
On this subject, see the article, "Companies face work-life balance: a comparison between Ger-
many and France”, June 2008.

81. Jonsson A. and Morel N., 2006, “Gender and reconciling family life balance - working life
in Europe. A comparison of policies in France, Sweden and the United Kingdom”, European
Policy.

82. To go further on the different models of family policy: "Family policies in developed coun-
tries: contrasting models”, Population and Societies (2008).
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to the needs at work and at home (Finland, Hungary). There is a lack of models
in long-term flexibility such as time savings accounts or leave sabbaticals, etc’ .3

We can compare four models of family policies in Europe:

—In the Nordic countries, strong support is provided for mothers with young
children with longer periods of leave, also for fathers, and a high level of for-
malised childcare with almost half the children less than 3 years old placed
in this type of care.

—In the Anglo-Saxon countries, the objective is primarily to provide preschool
education to ensure equal opportunities for children. In this context, achieve-
ment of work-life balance relies heavily on the flexibility of labour markets,
in other words, the ability to change jobs without overly long periods of un-
employment and especially the development of part-time jobs for women
with young children. Work-life balance is therefore based on a strong asym-
metry in the position of men and women in the labour market and implies
the renunciation of a certain amount of income for families with young chil-
dren that is not offset with public aid.

— Southern countries are characterised by a policy "deficit" regardless of the
component in question. First, the volume of financial benefits paid to fami-
lies is very low. Parental leave is also particularly long but with little or no
compensation.

—Finally, in other countries like France, Finland, Norway or Austria, a dual sup-
port system is in place for parents having access to care to maintain their pro-
fessional activity as well as for mothers who decide to interrupt their
professional activity in order to care for young children. Total expenditures
for families are high as the costs for childcare facilities for children less than
three years old are significant. As a result, the financial aid provided for the
care of children is greater overall than in the Nordic countries, when tax ben-
efits for children or childcare are taken into account.

Family and tax policies have a key role in efforts to achieve work-life balance.®*
With regard to policies aimed at promoting a higher birth rate, Eurofound notes
that, "in some cases the stereotypes associated with traditional roles of men and
women s reinforced by the work-life balance policies in place that are aimed pri-

83. “Legal approaches to some aspects of the reconciliation of work, private and family life in
thirty European Countries”, 2008.
84. Also discussed in Part III.
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marily toward women and young mothers (e.g., Bulgaria, Estonia, France,
Greece, Hungary). Some policies are designed to increase fertility rates (France,
Poland, Slovakia). Thus we cannot exclude that some childbirth policies can have
a negative impact on a more balanced division of paid work and unpaid work
between men and women’.

This diversity is accompanied by legal differences in the organisation of work.
With regard to holidays, for example, the EU sets a minimum common frame-
work but does not take into account all types of holidays in the 27 existing
Member States. This also involves differences in pay, protection of social and
employment rights, length of work, pension contributions during leave peri-
ods, etc.®

The issue of services

The State influence on the development of work-life balance policies is ex-
pressed not only via law but also by its actions in providing services to house-
holds.® These services include childcare, care of the elderly or dependents
and domestic help. Various studies show that progress is needed on the part
of some Member States. For example, "the highest percentage of children
under 3 placed in supported childcare were recorded in Denmark (73%), the
Netherlands (45%) and Sweden (44%) with the lowest in the Czech Republic
and Poland (2% each). For children between 3 years and the age of compulsory
schooling, the highest percentages observed of children in care were in Belgium
(98%), Denmark (96%) and France (94%) and the lowest in Poland (28%), Lithua-
nia (56%) and Malta (57%). So there are strong differences between Member
States, which carry obvious consequences for women's access to the labour
market.

To truly meet the needs of households such services must be:
- of sufficient number;

—spread evenly geographically;

85. In the Netherlands, employees of companies with at least 10 employees can adjust their
work schedules without requiring justification. In the UK, parents with children under six are
entitled to ask their employer for flexible working hours. Without creating direct rights, this
approach encourages debate in the workplace and promotes the adoption of measures suited
to both the business and employees.

86. For a comparison of different laws regarding services, see the article: “Legal approaches to
some aspects of the reconciliation of work, private and family life in thirty European Coun-
tries”, 2008.
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— available at times convenient to a working parent. For example, hours of
work often do not coincide with school hours. Children’s holidays are often
much longer than those of parents leading to difficulties in balancing child-
care and work life;

- of sufficient quality;

— affordable, recognising that the first people in need are the lowest income
households, including persons returning to a job where services may be rap-
idly needed.

Beyond the services that the state provides, it also can help households
through access to personal services. The state may reduce the cost of access
to these services by various means:

—actions on taxes or social costs (particularly through actions on VAT)

—subsidisation: i.e., the partial assumption of costs through social policies or,
more generally, through subsidies for certain activities (tax reduction for
household users of personal services, tax reduction to companies offering
services to their employees).

The French government and aid for personal services

In 2005, the French government launched a development plan for per-
sonal services. It was aimed at improving the well-being of citizens through
simplified access and lower cost personal services, coordinating and sim-
plifying the administrative management of these service activities, and
professionalising and structuring the industry by fostering development
and employment that cannot easily be relocated. To do this, the govern-
ment created Cesu (Universal services employment voucher).

The Cesu comes in two forms:

— The Cesu bank card allows the individual employer to declare the re-
muneration of its employees on the Internet or through a notebook or a
universal service employment checkbook;

—The pre-funded Cesu provides payment for a predetermined amount. It
is funded in whole or in part by a company, a works council, a mutual
insurance fund, a pension fund, a local authority... It is used to compen-
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sate an employee at home, an approved childcare provider, a service
provider or a childcare center (nursery, drop-off center...).

With the agreement of the employee, the services voucher enables the
payment to and reporting of persons employed to assist the employer in
connection with their family or household activities. The social coupon
addressed to the national center for services employment vouchers serves
as a declaration of employment. The national center performs the calcu-
lation and collection of contributions and sends a proof of employment to
the employee which saves the employer from having to establish a pay slip.

With the universal services employment voucher, the reporting procedures
are simplified and the user receives tax benefits related to the employ-
ment of domestic help (tax benefit of 50% of expenditures within an an-
nual limit).

The pre-financed Cesu allows payment of the employee’s salary or the in-
voice from the personal home services company, completed with any nec-
essary form of payment. Pre-financed Cesu vouchers bear all or part of
the cost generated by the use of household help.

Promotion of work-life balance policies within companies

Finally, the state can act more directly through companies by encouraging
them to promote work-life balance in their human resource policies.®” Again,
it can intervene through taxation. In France for example, the state introduced
the family tax credit in 2004 which aims to, "help businesses to bear the cost of
salaries, compensation and training provided to their employees in a family set-
ting in offering three tax credits’ or through tax deductions. The state may also
grant subsidies to companies such as in Spain, where establishments imple-
menting work-life balance measures receive up to €10,000%.

87. For a comparison of the importance and provisions of collective bargaining agreements in
different Member States: “Legal approaches to some aspects of the reconciliation of work, pri-
vate and family life in thirty European Countries”, 2008 “The role of different forms and lev-
els of social dialogue with regard to influencing, modelling, implementing, monitoring and
improving working conditions at the workplace level is largely determined by national con-
texts of labour market regulation and industrial relations”. Ihid.

88. See internet page on the family tax credit: tinyurl.com/ycycyc3

89. Subvenciones para implantar planes de igualdad en las pymes.
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The state may also highlight best practices developed in companies through
communications vehicles and campaigns.®

The French government's communications around personal
services

In 2008, France created the Institute for parenting in companies to promote
best practices in promoting work-life balance and to communicate exam-
ples of actions implemented by enterprises. It also created the 1st Barom-
eter on work-life balance, in partnership with the Interministerial Family
Delegation (DIF) and the National Union of Family Associations (UNAF), to
assess employer practices toward their employees who are parents.

The National Agency of Human Services has also developed a communi-

cations strategy. For example, it introduced the "traceurs S! personal serv-

ices” providing information on agencies involved in developing

,5 [ J— personal services (Authorised personal services agen-

cies, National teachers, Issuers of pre-financed Cesu

ME a vouchers, Companies offering personal services). The

11027y g [= @ creation of this logo was accompanied by a publicity
campaign for the general public.

90. In May 2009, the 2009 barometer on reconciliation of work and family life was published
on the following site: tinyurl.com/ya3ugom
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[1) At company level®!

A highly contrasted picture

Companies are ultimately responsible for implementing these policies, often
going further than what the institutions propose. The great diversity of actions
implemented by businesses is largely a result of the institutional context, the var-
ious forms of social regulation and the collective representations of the family
in its environment. It also underlines the importance of collective bargaining
agreements®, sector agreements and internal agreements on these issues since
national social partners are the players closest to the ground and thus most
likely to identify problems and practical solutions. Companies are thus subject
to highly varied pressures across countries or sectors in relation to these poli-
cies. The heterogeneity of these structures also should be kept in mind: large,
medium, small, across different sectors of activity, public or private, all factors
which affect the means at their disposal to implement measures.*

Large variation between work-life balance measures

Companies implement work-life balance policies using a range of tools. The
first tool that may be used is that of time management within the company,
which has already been discussed: the introduction of flexible schedules, man-
agement by results rather than presence, telecommuting, time-savings ac-
counts... They can also provide their employees with in-kind benefits:

—establishment of / reservations in childcare facilities for employees’ children;

— creation of day care centre;

91. See particularly: "Companies face work-life balance: a comparison between Germany and
France”, (June 2008) INED Study: “How can employers help their employees balance work and
family?" (December 2007) “Legal approaches to some aspects of the reconciliation of work, pri-
vate and family life in thirty European Countries”, 2008.

“Babies and employers - reconciling work and family life, a summary of results”, 2007.

92. See the draft report by Eurofound: “Working conditions and social dialogue: National frame-
works, empirical findings and experience of good practice at enterprise level in six European
countries”.

93. For more detailed information on businesses in Member States: "Employers little involved
in reconciling work / family life”, according to a study by the INED, which shows that there is
progress still to be made in France on the part of employers.

94. "Taking the family life of employees into account by companies: a European comparison”,
2008.

95. INED Study: "How can employers help their employees balance work and family?” Decem-
ber 2007.
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- organisation of day camps, summer camps,

— provision of domestic services such as the creation of a corporate concierge
service;

—assistance in obtaining housing at affordable cost;
—establishment of a cafeteria or subsidisation of a company restaurant.

Companies also can promote work-life balance by granting financial benefits.
For example:

—aid that covers all employees, such as assistance with meals through restau-
rant vouchers, vacation vouchers, contributions to a mutual fund.

—financial aid specifically designed to help families with childcare costs, edu-
cational assistance for children, bonuses (marriage, birth), the granting of
additional compensation for maternity or paternity leave and the establish-
ment of a works council.

It is interesting to see that each level has a different but important influence
in the implementation of work-life balance policies. It is therefore necessary
to maintain an ongoing dialogue among them and to consider actions that
reflect the diversity of European businesses and populations.
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Conclusion

Work-life balance policies present a number of interests for modernising work
and adapting to current changes in European society, with benefits for both
companies and their employees and governments. If companies are able to see
an opportunity and anticipate changes through flexible human resource man-
agement policies adapted to the different profiles of the company, they would
emerge with significant gains. Moreover, the establishment of a series of serv-
ices to households, whether through company intermediary, public assistance
or simply by investing in families, will contribute to the development of the
personal services sector in Europe: these measures represent an important
means for boosting the EU economy as it seeks solutions to overcome the eco-
nomic crisis.

In addition, the development of work-life balance policies can contribute to
strengthening social cohesion. They also have an important role in promoting
gender equality and between generations, particularly in enabling access to the
labour market adapted to the constraints of each profile: in this case, it is a nec-
essary but not sole condition, given the cultural and ideological barriers that
also must be surmounted.

For these two elements - contribution to European growth and social cohe-
sion - work-life balance is an important element of the Lisbon Strategy devel-
oped since 2000 in the EU, which focused on these two aspects, while also
contributing to a major transversal goal, the fight against discrimination, in par-
ticular, gender inequality.

Several questions arise, which will only be answered in the coming years and
are the responsibility of the new European Commission and Parliament. In
particular, solutions are needed for a number of texts blocked during previous
legislatures, such as the directive on work hours or the lengthening of the du-
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ration of maternity leave. Similarly, application of the directive on the liberal-
isation of services, implemented in Europe in late 2009 or early 2010 de-
pending on the country, could raise a number of challenges. Finally, new
directions for the next 10 years will be taken through a renewed Lisbon Strat-
egy, a new roadmap for gender equality and a new European Social Agenda.
The various issues related to work-life balance should not be forgotten, as
much as for their own importance as for the competitiveness of enterprises
and the well-being of European citizens.
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